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THE  UPS  AND  DOWNS  OF  BOSTON'S  WORKFORCE 

Hospital  Merger  Brings  Overall  Numbers  Down,  Other  Departments  Add  to  Payroll 


The  City  of  Boston’s  workforce  has  been  cut  by  1,908  or  9%  since  January  1996,  bringing  the  total  number  of  employees  paid  from 
all  funds  to  18,667  as  of  January  1997.  This  workforce  reduction  comes  after  a two  year  jjeriod  (1994-1996)  in  which  1,096 
employees  were  added  to  the  payroll.  The  reduction  over  the  last  year  is  attributable  primarily  to  the  merger  of  Boston  City  Hospital 
and  University  Hospital  in  July  1996,  which  abolished  the  Department  of  Health  & Hospitals  (DHH).  The  DHH  employees  were 
either  transferred  to  the  Boston  Medical  Center  (BMC),  the  new  private  hospital,  or  the  Public  Health  Commission  (PHC)  or  chose 
early  retirement.  Under  the  merger  agreement,  the  City  provides  an  appropriation  to  the  PHC.  As  of  January  1997,  this 
appropriation  supported  approximately  729  employees,  down  by  1,952  from  DHH  levels  in  1996.  This  reduction  is  reflected  in  the 
overall  cut  of  1,908  in  Boston’s  workforce  over  the  last  year. 


Apart  from  the  merger  and  with  hospital  and  PHC  positions  excluded,  the  number  of  city-funded  employees  actually  increased  by 
123  positions  over  the  last  year  for  a total  three  year  increase  of  897  positions  or  6%.  The  growth  in  1996  occurred  mainly  in  the 
areas  of  public  safety,  education,  community  centers  and  inspectional  services.  An  early  retirement  incentive  (ERI)  was  accepted  by 
219  employees  before  the  end  of  1996.  By  early  March,  1 18  or  54%  of  these  positions  have  been  approved  to  be  re-filled. 


The  Menino  Administration  should  strive  to  maintain  a stable  workforce  level  as  it  expands  priority  services.  Employee  growth  in 
some  services  should  be  countered  by  reductions  in  other  areas.  Current  collective  bargaining  negotiations  with  the  unions  should 
secure  more  efficient  work  rules  and  service  efficiencies  for  the  City  within  a 3%  base  increase.  The  Administration  should  stand 
firm  in  its  effort  to  limit  the  re-filling  of  positions  vacated  through  the  ERI.  The  10%  growth  in  school  personnel  in  three  years  is  a 
concern  and  demands  greater  scrutiny  of  the  effectiveness  of  programs  and  services  provided  within  the  existing  base  budget. 


The  City’s  workforce  is  divided  into  city  or  internally-funded  positions  and  grant  or  externally-funded  positions.  The  totals  for  each 
and  changes  over  one  and  three  years  are  shown  below.  This  report  will  focus  on  city-funded  positions.  All  employee  numbers  are 
stated  in  full-time  equivalencies  (FTEs)  and  are  reported  as  of  January  of  each  year. 
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CITY  OF  BOSTON  PERSONNEL  SUMMARY[i) 

FULL-TIME  EQUIVALENCIES  (FTEs) 

JANUARY  1994-  JANUARY  1997 
INTERNAL  FUNDS 

CHANGE 

1/95  1/96  1/97  1/94-1/97 

% 

1/94-1/97 

CHANGE 

1/96-1/97 

% 

1/96-1/97 

CITY  DEPARTMENTS 

3,348  3 

3,390  8 

3,585.8 

3,442  4 

94.1 

2.8% 

(143.4) 

-4.0% 

FIRE  DEPARTMENT 

1,718  5 

1,715.5 

1,683  5 

1,721.0 

2.5 

0 1% 

37  5 

2.2% 

POLICE  DEPARTMENT 

2,567  0 

2,660  0 

2,822  5 

2,968.5 

401  5 

15.6% 

146.0 

5.2% 

SUB-TOTAL 

7,633  8 

7,766  3 

8,091.8 

8,131  9 

498.1 

6.5% 

40.1 

0.5% 

SCHOOL  DEPARTMENT 

6,827.2 

7,047  9 

7,436  5 

7,511.9 

684  7 

10.0% 

75  4 

10% 

SUB-TOTAL 

14,461  0 

14,814  2 

15,528.3 

15,643  8 

1,182.8 

8.2% 

115.5 

0.7% 

SUFFOLK  COUNTY  (2) 

348  0 

54.0 

55.0 

62.0 

(286.0) 

-82.2% 

7.0 

12.7% 

HOSPITALS/PUBLIC  HLTH  COM 

2,547  8 

2,550  2 

2,680.8 

729  0 [3] 

(1,818  8) 

-71  4% 

(1,951.8) 

-72.8% 

SUB-TOTAL 

2,895  8 

2,604  2 

2,735  8 

791  0 

(2,104.8) 

-72.7% 

(1,944.8) 

-71.1% 

TOTAL  INTERNAL 

17,356  8 

17,418  4 

18,264  1 

16,434.8 

(922.0) 

-5.3% 

(1,829  3) 

-10.0% 

CITY/COUNTY  (2) 

1,213  3 

1,503  3 

—EXTERNAL  FUNDS 
1,527.5 

1,488  3 

275  0 

22.7% 

(39.2) 

-2.6% 

SCHOOLS 

909  1 

847  8 

783  3 

744  0 

(165.1) 

-18.2% 

(39.3) 

-5.0% 

TOTAL  EXTERNAL 

2,122  4 

2,351.1 

2,310  8 

2,232.3 

109  9 

5.2% 

(78.5) 

-3.4% 

GRAND  TOTAL 

19,479  2 

19,769  6 

20,574  9 

18,667.1 

(812.1) 

-4.2% 

(1,907.8) 

-9.3% 

Ml  BPS  and  city  department  figures  may  not  tie  out  to  previous 

Bureau  reports  due  to  revisions  In  eioense  codes  In  an  effort  to  provide  more  accurate  employee  data 

21  n FY93,  a state  grant  shifted  approximately  600  employees  to  the  grant-funded  payroll  of  the  City. 

|3|  In  July  1996.  fie  Health  and  Hospitals  Department  ceased  to  exist.  This  figure  is  an  FTE  estimate  which  includes  about  200  employees  previously  paid  by  the  City  on  a contractual 

basis  who  were  excluded  from  prior  headcounts 

Sources  Oty  of  Boston.  Personnel  Statistics  Reports.  BPS  Position  Control  Reports.  Department  of  Health  and  Hospitals.  Public  Health  Commission  and  Boston  Medical  Center. 
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Hospital  Merger  Pushes  Employee  Levels  Down 

With  the  merger  of  Boston  City  Hospital  and  University  Hospital,  on  July  1,  1996,  the  DHH  ceased  to  exist.  As  a result,  2,690 
employees  working  for  DHH  were  either  transferred  to  the  BMC  (2,061)  or  the  PHC  (422),  or  they  opted  for  early  retirement  (207). 
The  merger  agreement  also  required  the  City  to  provide  an  appropriation  to  the  PHC.  In  fiscal  1997,  the  City  appropriated  $60.9 
million  to  the  PHC,  an  increase  of  $4.7  million  or  8%  from  the  public  health  budget  in  fiscal  1996.  Of  this  total,  $24.5  million  is 
allocated  for  employee  salaries  alone. 

The  PHC,  an  independent  authority,  is  responsible  for  the  implementation  of  public  health  programs  in  the  City,  serves  as  the  City’s 
Board  of  Health,  oversees  Emergency  Medical  Services  (EMS),  provides  financial  support  for  the  neighborhood  health  centers, 
operates  the  homeless  shelter  and  several  other  public  health  functions.  As  of  January  1997,  approximately  729  PHC  employees 
were  paid  by  city  funds.  The  breakdown  of  these  employees  are;  Public  Health  (355,  49%),  EMS  (307,  42%),  Property  (35,  5%), 
and  Corporate  Administration  (32,  4%). 

Public  Safety  Drives  City  Departmental  Growth 

Since  January  1996,  the  City’s  departmental  staffing  level  (excluding  hospitals,  schools  and  county)  increased  by  40,  bringing  the 
total  number  of  city-funded  departmental  employees  to  8,132.  This  increase  follows  a two  year  period  (1994-1996)  when  the  City 
added  458  positions  to  the  departmental  workforce,  an  increase  of  6%.  In  1996,  departmental  growth  was  driven  by  the  addition  of 
183  public  safety  positions,  as  143  non-public  safety  positions  were  cut.  Most  of  the  reduction  in  departmental  employees  over  the 
past  year  is  attributable  to  an  Early  Retirement  Incentive  (ERI)  which  was  offered  to  all  city  departmental  employees,  except  school 
and  uniformed  public  safety  personnel,  as  part  of  a workforce  reduction  strategy. 

Generally,  departmental  increases  since  January  1996  have  reflected 
the  Mayor’s  priority  areas  of  public  safety,  community  centers  and 
inspectional  services.  Since  January  1996,  the  Police  Department 
increased  by  146,  bringing  the  total  to  2,969  employees.  Last  year, 
two  new  classes  of  police  recruits,  and  one  new  class  each  of  cadets 
and  crossing  guards  were  added.  Police  employment  represents  37% 
of  the  city-funded  departmental  workforce  in  1997,  up  from  34%  in 
1994.  Also  since  January  1996,  the  Fire  Department  increased  by  38, 
adding  the  first  of  three  firefighter  classes  budgeted  in  fiscal  1997. 

These  firefighters  are  the  first  to  be  added  to  the  force  since  1994.  A 
1995  audit  of  Fire  Department  operations  recommended  a 
reorgani2ation  of  the  workforce  in  order  to  shift  more  firefighters  to 
full-time  fire  suppression  duty.  Those  recommendations,  which 
would  have  reduced  the  requirement  for  new  recruits,  have  not  been 
fully  implemented.  The  majority  of  non-public  safety  departmental  growth  since  1996  has  been  in  Community  Centers  (+24)  and 
Inspectional  Services  (+14).  Community  Centers  implemented  a school  preparation  program  for  four-year  olds  and  has  continued  to 
expand  hours  of  operation.  Inspectional  Services  has  hired  additional  inspectors,  which  when  combined  with  technology 
improvements,  is  expected  to  enable  the  Department  to  better  meet  code  enforcement  requirements  and  reduce  backlogs. 

Most  other  departments  posted  minor  changes  in  employee  levels  with  the  largest  cuts  occurring  in;  Public  Works  (-49), 
Transportation  (-19),  Property  Management  (-19),  Parks  and  Recreation  (-20),  Librarj'  (-14),  Management  Information  Services 
(-14),  Law  (-12)  and  Assessing  (-10).  Generally,  these  reductions  were  driven  by  early  retirements. 

ERI:  Temporary  Workforce  Reduction? 

In  response  to  a 1,096  position  increase  in  the  City’s  workforce  over  a two  year  period  (1994-1996),  the  Mayor  last  year  appointed  a 
Management  Reduction  Task  Force  and  charged  it  with  making  recommendations  to  reduce  the  City’s  workforce  and  improve 
productiv'ity.  As  part  of  this  reduction  strategy,  the  Task  Force  recommended  that  the  Administration  offer  an  Early  Retirement 
Incentive  (ERI)  to  all  city  employees  except  school  and  uniformed  public  safety  personnel.  As  of  December  31,  1996,  the  ERI  was 
accepted  by  219  employees.  The  departments  most  impacted  by  ERI  reductions  were;  Public  Works  (-32),  Police  (-25),  Library 
(-24),  Transportation  (-21),  Parks  and  Recreation  (-17)  and  Property  Management  (-13). 

The  City  originally  projected  that  a net  ERI  savings  of  approximately  $1.0  to  $2.0  million  could  be  achieved  if  no  more  than  75%  of 
the  positions  vacated  were  re-filled.  As  part  of  this  strategy,  the  vacated  positions  were  eliminated  from  the  fiscal  1998  departmental 
target  budgets,  making  it  necessary  for  department  heads  to  meet  with  the  Task  Force  to  defend  the  need  to  fill  each  one  on  a case- 
by-case  basis.  By  early  March,  the  Task  Force  had  approved  the  filling  of  1 18  or  54%  of  the  positions  vacated  by  the  ERI.  Although 
estimates  are  not  available  at  this  time,  it  is  expected  that  approximately  $2.0  million  in  net  savings  will  be  achieved. 


CITY  DEPARTMENTAL  & BPS  EMPLOYMENT 
JANUARY.  1994-1997  (FTEs) 


1997  HENRY  L.  SHATTUCK  PUBLIC  SERVICE  AWARDS 


Do  You  Know  An  Exceptionally  Dedicated  City  Employee 
Who  Makes  An  Outstanding  Contribution  to  the  Public  Service  of  Boston  ? 

If  so, 

The  Boston  Municipal  Research  Bureau 
is  accepting  nominations  for  the  1997  Shattuck  Awards. 


CRITERIA  FOR  NOMINATION 

Unusual  competence  and  professional  spirit  in 
handling  assignments. 

Exceptional  initiative  and  professional  attitude. 

Leadership  ability  to  efficiently  and  productively 
deliver  services  to  the  public. 

Helpful  and  cooperative  attitudes  toward  fellow 
employees  and  the  public  at  all  times. 

Prudent  management  and  administration  of  all 
assigned  responsibilities. 


To  nominate  an  individual,  please  fill  out  the  enclosed  nomination  form  and  mail 
to  the  Bureau  office: 

BOSTON  MUNICIPAL  RESEARCH  BUREAU,  INC. 

24  PROVINCE  STREET  - Suite  854 
BOSTON,  MA.  02108 

For  additional  information  call:  (617)-227-1900 

Deadline  for  nominations  is:  April  30,1997 


I 


BOSTON  MUNICIPAL  RESEARCH  BUREAU,  INC. 

24  Province  Street  - Suite  854,  Boston,  MA  02108 

HENRY  L.  SHATTUCK  PUBLIC  SERVICE  AWARD  1997  NOMINATION  FORM 

(Please  return  no  later  than  April  30, 1997) 


1.  Department/Office; 

2.  Person  Making  Nomination: 

Address: 

Telephone: 

Relationship  to  nominee: 

3.  Name  of  Nominee: 

Business  Mailing  Address: 

Telephone: 

Home  Address: 

Telephone: 

4.  Years  of  service  as  City  of  Boston  employee: 

5.  Current  title: 


a.  Number  of  years  in  above  title: 

b.  Full  description  of  duties: 


6.  Previous  titles  held  in  current  department,  approximate  length  of  time  in  each: 


7.  Former  positions  in  other  departments  of  the  City: 


8.  Significant  accomplishment(s)  in  this  and/or  previous  positions: 


9.  Additional  information:  - Use  separate  page. 


10.  Statement  in  support  of  nomination.  Please  provide  as  much  information  as  possible  explaining 
the  reasons  for  your  nomination.  Use  separate  page  for  statement.  The  Committee  relies  heavily  on 
this  statement  when  making  its  selection.  Additional  supportive  information  or  statements  from 
others  may  be  included  within  reason. 


YOUR  NOMINEE  MUST  MEET  THE  SHATTUCK  AWARD  CRITERIA  LISTED  BELOW: 

1 . Unusual  competence  and  professional  spirit  in  handling  assignments. 

2 Exception  initiative  and  professional  attitude. 

3.  Leadership  ability  to  efficiently  and  productively  deliver  service  to  the  public. 

4.  Helpful  and  cooperative  attitudes  toward  fellow  employees  and  the  public  at  all  times. 

5.  Prudent  management  and  administration  of  all  assigned  responsibilities. 


BPS  Employment  Continues  To  Rise 

Last  year,  Boston  Public  Schools  (BPS)  added  75  employees  to  its  city- 
funded  workforce,  bringing  total  positions  to  7,512.  In  the  prior  two 
year  period  (1994-1996),  the  BPS  workforce  increased  by  609  positions 
or  9%.  Generally,  the  increase  over  the  past  year  was  based  on  growing 
enrollment  and  the  addition  of  school -based  positions.  In  fiscal  1997, 
the  BPS  added  positions  not  originally  budgeted,  creating  a fiscal 
problem  that  it  is  trying  to  address.  BPS  now  represents  46%  of  the 
city-funded  workforce  in  1997,  up  from  39%  in  1994. 

Since  January  1996,  instructional  support  has  increased  by  31,  the 
largest  area  of  BPS  growth.  This  increase  was  due  to  a budget  priority 
to  staff  library  aides  at  middle  and  elementary  schools  (+14)  and  an 
enrollment  and  program-based  need  to  add  special  education  aides 
(+34).  The  largest  reductions  in  instructional  support  were  in 
instructional  aides  (-10)  and  bilingual  aides  (-8). 

Teachers  represented  the  second  largest  area  of  growth,  adding  27  positions  over  the  last  year  for  a total  of  4,259  employees. 
Teachers  represent  57%  of  the  total  BPS  workforce  in  1997.  Most  teacher  growth  is  attributable  to  increases  in  regular  education 
(+20)  and  special  education  (+17)  teachers.  Itinerant  teachers  posted  an  increase  of  five  over  the  past  year.  These  increases  reflected 
a rise  in  total  regular  and  special  education  enrollment.  Also,  within  special  education  enrollment,  the  BPS  experienced  a greater- 
than-expected  increase  in  the  enrollment  in  the  substantially  separate  program,  which  is  more  restrictive,  labor  intensive  and 
expensive.  However,  teacher  reductions  were  recorded  last  year  in  bilingual  education  (-9)  and  specialists  (-5).  In  non-teaching 
positions,  increases  were  recorded  in  professional  support  (+15),  lunch  monitors  (+21)  and  guidance  (+14)  over  the  past  year.  Also, 
cuts  were  made  in  administrative  (-2)  and  non-academic  (-14)  positions. 

Suffolk  County 

Only  62  Suffolk  County  employees  are  paid  directly  by  the  City  as  of  January  1997.  Of  that  total,  56  work  for  the  Registry  of  Deeds 
and  the  remaining  six  individuals  are  responsible  for  managing  county  health  insurance  and  workers  compensation.  In  fiscal  1993, 
the  State  re-directed  into  grant  funds  money  previously  classified  as  general  fund  operating  revenues.  As  a result,  approximately  600 
employees  were  transferred  from  the  city-funded  payroll  to  the  grant-funded  payroll. 

Personal  Services 

In  fiscal  1997,  the  City  estimates  that  it  will  spend  $684.0  million  on  city-funded  employee  salaries,  not  including  benefits.  This 
represents  a decline  of  $59.7  million  or  8%  from  fiscal  1996  spending,  primarily  due  to  the  hospital  merger.  This  decline  came  after 
a two  year  increase  (1994-1996)  of  $74.7  million  or  1 1%.  With  Public  Health  Commission  and  hospital  spending  excluded,  the  cost 
of  salaries  for  city-funded  employees  increased  by  $38.4  million  or  6%  over  the  prior  year. 

Reflecting  the  labor 
intensity  of  govern- 
ment, spicnding  for 
salaries  paid  by  city 
funds  is  projected  to 
assume  55%  of 
departmental  ex- 
penditures in  fiscal 
1997,  up  from  the 
52%  in  fiscal  1996. 

The  City  will  pay 
approximately 
$180.0  million  in 
benefits  in  fiscal 
1997,  excluding 
the  Public  Health 
Commission. 


PERSONAL  SERVICE  EXPENDITURE  SUMMARY  [1] 


FISCAL  YEARS  1994-1997 
FIGURES  IN  OOO'S 

FY94  FY95  FY96 

BUDGET 

FY97 

CHANGE  % CHANGE  % CHANGE 
FY96-97  FY96-97  FY94-96 

CITY 

$295,441 

$318,514 

$335,559 

$353,046 

$17,486 

5.2% 

13.6% 

SCHOOL  [2] 

261,838 

261,204 

284,004 

304,877 

20,873 

7.3% 

8.5% 

SUFFOLK  COUNTY 

10,334 

4,984  [3] 

1,466 

1,517 

51 

3.5% 

-85.8% 

SUBTOTAL 

$567,613 

$584,702 

$621,029 

$659,440 

$38,410 

6.2% 

9.4% 

Change  over  prior  year 

$42,252 

$17,089 

$36,328 

$38,410 

$2,082 

5.7% 

% Change 

8.0% 

3.0% 

6.2% 

6.2% 

HOSPITALS/PUBLIC  HEALTH  COM, 

$101,399 

$104,945 

$122,670  [4]  $24,547  [5] 

($98,123) 

-80.0% 

21.0% 

PERSONAL  SERVICE  TOTAL 

$669,012 

$689,647 

$743,700 

$683,987 

($59,713) 

-8.0% 

11.2% 

Change  over  prior  year 

$40,613 

$20,635 

$54,053 

($59,713) 

% Change 

6.5% 

3.1% 

7.8% 

-8.0% 

AS  % DEPARTMENTAL  TOTAL 

59.7% 

58.6% 

52.1% 

54.8% 

3% 

5.2% 

-12.8% 

DEPARTMENTAL  EXPENDITURES 

$1,120,252 

$1,176,649 

$1,427,895 

$1,248,787 

($179,108) 

-12.5% 

27.5% 

[1]  Primarily  reflects  salaries  paid  to  employees  and  overtime  costs  Not  included  are  contributions  for  pensions  and  health  insurance. 

[2]  Expenditures  from  city  appropriations  only. 

[3]  Reflects  the  transfer  of  employees  from  the  general  fund  payroll  to  an  external  grant  payroll 

[4]  Includes  $101  million  in  costs  associated  with  the  Hospital  Merger 

[5]  In  FY97,  the  Department  of  Health  and  Hospitals  ceased  to  exist  FY97  figure  reflects  the  Public  Health  Commission. 

Source:  City  of  Boston  Auditing  Department,  Office  of  Budget  Management,  Public  Health  Commission  and  Boston  Medical  Center 


Grant-Funded  Workforce  Declines 

The  City’s  grant-fiinded  workforce  was  cut  by  79  positions  or  3%  since  January  1996,  bringing  total  grant-funded  employees  to 
2,232.  During  the  same  period,  Suffolk  County  employment  increased  by  3 positions  or  less  than  1%.  Excluding  county 
employment,  grant-funded  positions  declined  by  82  or  7%.  The  largest  cuts  occurred  in  Community  Centers  (-40),  Schools  (-39)  and 
Elderly  Commission  (-14).  Departments  adding  grant-funded  employees  included  Police  (+6),  Transportation  (+5)  and  the  Mayor’s 
Office  of  Safe  Futures  (+5). 

Recommenda  tions 


The  merger  of  Boston  City  Hospital  and  University  Hospital  represented  a significant  accomplishment  for  the  City  in  creating  a new 
health  care  system  in  Boston.  However,  the  transfer  of  positions  from  the  City’s  payroll  due  to  the  merger  does  not  provide  an 
immediate  and  significant  financial  benefit  to  the  City  since  it  also  results  in  the  loss  of  hospital  revenues.  The  benefit  to  the  City  is 
more  long-term  by  placing  boundaries  around  the  City’s  future  financial  exposure  as  the  health  care  market  changes.  Thus,  the 
decrease  in  the  City’s  payroll  due  to  the  merger  does  not  in  any  way  lessen  the  necessity  for  the  City  to  be  sensitive  to  changes  in  its 
workforce  level  and  expenditures.  In  this  context,  the  Bureau  makes  the  following  recommendations. 

1.  The  Menino  Administration  should  strive  to  maintain  a stable  workforce  as  it  expands  services.  Employee  growth  in  some 
services  should  be  countered  by  reductions  in  other  areas.  Greater  utilization  of  technology,  re-allocating  funds  from  less 
effective  programs  to  new  priorities,  strict  management  of  union  contract  provisions  and  utilizing  competitive  service  delivery 
can  assist  in  controlling  employee  levels  while  delivering  basic  services  more  effectively. 

2.  The  Administration’s  current  negotiations  with  its  major  employee  unions  should  be  approached  aggressively  to  secure  more 
efficient  work  rule  and  service  efficiencies  for  the  City  within  a 3%  base  increase.  The  City  should  expiect  limited  resource 
growth  for  the  remainder  of  the  1990s  making  it  necessary  to  provide  basic  services  more  efficiently  and  cost-effectively.  In  this 
environment,  salary  increases  and  benefit  changes  should  only  be  accepted  in  return  for  needed  management  improvements. 
Union  members  should  recognize  that  they  need  to  be  a partner  in  the  City’s  efforts  to  deliver  services  efficiently. 

3.  The  Menino  Administration  should  stand  firm  in  its  effort  to  limit  the  re-filling  of  positions  vacated  through  the  ERI.  At  the 
same  time,  the  Administration  must  recognize  that  an  ERI  cannot  be  the  sole  vehicle  for  reducing  and  improving  productivity  in 
the  City’s  workforce.  Approving  the  filling  of  only  54%  of  those  positions  to  date  is  encouraging  given  the  limitations  of  ERIs 
in  effectively  reducing  employee  levels.  The  upside  of  an  ERI  is  that  it  allows  the  City  to  record  a net  salary  savings  in  the 
immediate  future.  However,  the  downside  is  that  an  ERI  takes  away  the  flexibility  managers  have  in  designing  their  workforce. 
Reductions  occur  when  a person  opts  to  retire  and  are  not  based  on  the  position  or  needs  of  the  department  or  productivity  of  the 
employee.  Further  efforts  that  focus  on  departmental  needs  and  employee  productivity  should  be  pursued  by  the  Administration. 

4.  The  10%  growth  in  the  School  Department  workforce  in  three  years  is  a concern  and  demands  greater  scrutiny  of  the 
effectiveness  of  programs  and  services  provided  within  the  existing  base  budget.  In  the  three  years  from  1994  through  1997,  the 
number  of  BPS  employees  increased  by  685.  Positions  that  were  added  due  to  enrollment  growth,  policy  initiatives  and 
accreditation  requirements  need  to  be  countered  by  reductions  in  the  base  budget.  These  cuts  should  be  targeted  at  programs 
and  services  which,  following  a comprehensive  evaluation,  are  found  to  be  less  effective  in  improving  teaching  and  learning  in 
the  classroom.  The  filling  of  positions  this  year  that  were  not  budgeted  indicates  the  need  to  strengthen  the  BPS’s  enforcement 
of  existing  exjjenditure  control  and  position  control  systems.  The  increase  in  special  education  positions  due  to  a growing 
enrollment  in  the  substantially  separate  program  underscores  the  need  for  a comprehensive  analysis  of  the  student  evaluation 
process  in  the  BPS’s  special  education  program. 

5.  The  Menino  Administration  should  identify  which  of  the  fire  audit  recommendations  it  will  accept  and  establish  a public 
timetable  for  implementation.  The  fire  audit,  prepared  by  MMA  Consulting  Group,  was  received  in  October  1995  and  contained 
staffing  recommendations  that  would  reduce  positions  in  certain  areas  in  an  effort  to  improve  the  efficiency  of  the  Department. 
In  fact,  certain  recommendations,  if  implemented,  would  have  shifted  current  uniformed  positions  to  full-time  fire  suppression 
duty  without  adversely  impacting  service  delivery.  This  would  have  reduced  the  requirement  for  the  new  cadets  budgeted  in 
fiscal  1997. 

6.  The  Public  Health  Commission  must  establish  a fiilly  integrated  personnel/financial  management  system  by  July  1,  1997.  The 
consolidation  of  various  public  health  functions  into  a new  independent  agency  in  July  1996  has  brought  together  at  least  two 
personnel/financial  systems,  which  together  do  not  track  employees  or  spending  and  revenues  as  precisely  as  required.  One  year 
should  be  sufficient  time  to  address  the  systems  issues,  including  establishing  a methodology  for  counting  all  employees  on  a 
FTE  basis.  Efforts  by  the  PHC  to  introduce  a fully  integrated  system  should  be  completed  by  July  1 so  that  the  system  is 
operational  and  able  to  issue  reports  by  the  start  of  the  new  fiscal  year. 


